ED 066 627

AUTHOR
TITLE

INSTITUTION

PUB DATE
NOTE

EDRS PRICE
DESCRIPTORS

ABSTRACT

N oEER Lo )

DOCUMENT RESUME
08 AC 012 741

Soobitsky, Joel R.

Effective Methods of Recruiting Volunteer Leaders
With Some Implications For Disadvantaged Areas.
Depc ctment of Agriculture, Washington, D. C.
Extension Service.

70

11p.

MF‘$0 . 65 HC-$30 29

*Disadvantaged Environment; *Extension Agents;
*Leadership Qualities; *Recruitment; *Volunteers

This paper attempts to define the process of

recruitment, the understanding of the potential leaders, and factors
which affect recruitment, various recruitment methods that
Cooperative Extension could utilize, and a brief relationship of the

recruitment process to disadvantaged leaders.,

It is concluded that

recruitment is an important element in leadership development process
for all organizations dependent on volunteers. (Author/NF)
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Definition and Function
Webster defines recruitmess o e oEee o ey o e v with new men,
to replenish, to gain new men, to r-.° - ' o © 0 oofy, ané 1«
provide with what is needed to corrvet ~r - rejow, cxbeutklon, ..., this
concept has heen and will continue o .~ very lmparts sl for Cooperative
1
Extension as volunteers are essenti: “ ¢ : ¢ the many Extension
programs., The lay committees, U~H and livre- .. .::l - ‘oaders, resource
pconle, and community organizations musth onuinnallc Lee rocruited by the
Extension professionals if the Extension rr wvozs oo n ~rowin scone nv o

depth in the years to come.

In the identification, selection, recruitmeni continuum, recruitment
is the final process in which the volurnteer is motivated to participate in
a program which will be meaningful to Lim - ;L o ~ome time helpful to
others. All citizens are potential volunitcur: -~- “erified by a recent surrey
conducted to President Nixcn which identified over $0 million people as
possible volunteers in the United States. The ortire leadership dsvelopmen™
program of any voluntary organization deperis - n vhe success of its recruit -

ment program,

gpderstanding the Potential Leader

Dr. Catharine Richards, at a recent Camnfire Girls seminar, states thet
"in your recruiting, you will find the unsure people; those who are not suvre
of themselves or other people or whom they can trust. Unsure people facing

a stranger may not be very much at ease. They will tune in on your self
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deceptions if you do not play square with thas, 1% 7+ squally essential to

talk with them in terms they undovstand, This io o0 Salking down to ther.

~

. . . . . . N I
it is not talking in any direction except mayle nero-no .. with them, "

The receruiter should have core insight to 1i« =motivaticn of the leadc~
if the loyalty, interests, and best -~Tforts ¥ 17 ldentificd and selected
leader are to be realized. J. Donald Philipc, “rosident of Hillsdale College,
lists 10 viewpoints of the potential volunteor:

1. I need a Sense of Belonging. & - - >~ “hat I am honestly

necded far my total self, not ju~. ... -+ Thands, nor because
I take orders well,

2. L need to have a sense of sharing in' planning our objectives.
My need will be satisfied only when [ fecl that my ideas
have had a fair hearing.

3. I necd to feel that the goais and chbic~iici: ~rrivad at are
wit’ in reach and that they make sense o ng,

4, I need to feel that what I'm doing has real purpose or
contributes to human welfare - that itoc valae ~xtends even
beyond my personal gain, or hours.

5. I need to share in making the rules by which, together,
we shall live and.work toward our goals.

6. I need to know in some clear detail just vhat is expected
of me - not only my detailed task but where I have
opportunity to make personal and final decisions.

7. I need to have some responsibilities that challenge, that

are within range of my abilities and interests, and that

v
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contribute toward recching my assigned go . o0’ i

covers all goals.
8. I need to seec thal pr.rrcas is being made twnve
gnals e have get.
9. I reed to be kept infor=cl, M5 T'mort o [ may
be dewn or,
10. 1 need to have confidenc: i - oope»iorr -~ cunfidence
based upon assurance of cclomil e S alment or
recognition when 1t iz ave, and wrust thab loya]tx will
bring increased security.3
The key words of belonging, sharing, r-~" - .- =, what's expected of me,
responsibilities, informed, and confidence er< vovy important in the recruit-
ment process. . .the organization must male ~enco.
People have many motives for servir~ in ~luntary organizations --
interest in a cause, prestige and status, cedicztion to a movement, social
class and community traditions. When a person iz being recruited certain

questions have to be borne in mind., Are the :-2d: anl expectations of the
volunteer and organization in line with each other? :ow can these neszcg
and expectations be appropriately explored at the recruitmant indervicu?
The following diagram illustrates the factors affc:iing “ho veooroiitnonis

s

of leaders and their future participation in organizaoticns.’
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Recruitment Methods
Once it is quite clear what har &z be orme, wu-, and what it takes to

be able to do it, the next step is to identifiy, select, and recruit the
person who could do it. In most instances there nre “hirea tyves of
recruitment: (1) self-recruitment; (2) informal an® zens»ol. recruitment;

p and (3) planned recruitment by specially selected and nrupared recruiters,

1, Self-recruitment:

There are individuals vwho are strongly motivated and sufficiently
informed to contact either a member or the office of an organization itself
\ {v or a central volunteer placement group end coffer their georvices, This
f- action may be triggered off by a personal need for commurity activity or by
gratitude for help which a member of the family has received by an organi.
zation., Wise counseling is required immediately to bring volunteer and

[ERJ!:‘ organization to a harmonious start,
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2, Informol and General:

The active and catisfied v, l.nhecr -~ <rvanization member can be an
excellrnt recruiter -- his enthupiacm 1o conio, e a2 some organizations
build "rccruitment drives"” around this enthuciasm,

Dorothy £ills statcs that inclvi.undle oilioy -iih the agency, have
given the most satisfactory service i+ .o "wine o heers, The agency's
own board, committees, and staff, including nctive ~r lformer volunteers,

&

have proved to be the best sources for thi- inl I ~2rpuitment.

3. Planned Recruitment:

In this type of recruiting recruiters rhould e selonééd on the basis
of certain qualifications according to Stencel.6
(1) General knowledge of organization -- vurpose, aims,
types of leaders needed,
(2) Conviction and enthusiasm about orgari-ation,
(3) Ability to highlight those aspects of the organization's
progrem, plans, and needs which rel~te to the prospect's
special interests and/or general aualificati-ri,
(4) Willingness and ability to listen and to ccmmunicate a
feeling of confidence and sincerc interest in him,
The recruiter should understand clearly thiat hiz 3ob will be to (1) locate
and contact qualified or potentially qualified volunteers; (2) esteblish
and maintain contacts with appropriate community sources; (3) interpret
the organization and interest the volunteer in serving and explain services
needed; and (4) refer volunteer to appropriate individual in organization

for follow=-up.
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Iixtension Recruitment
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Although all the divisionus of Cooporative witensisn depend on voluntee

lay leaders, the youth division (4-H) receruits the preatest number of

volunteers for its group activit’«. an

Yoy veseran o
e e e

. "in oeaction of the : :rort

will focus on recruiting 4-H lcc - -, - "o oo axewr’ e “awm the other
divisions of Cooperative Extension vinh SR A I S
Laurel Gabresky and Maurice Hill oot Dootenns S rley (O recerult

certain people for iovlunteer L-H work i

and attitudes and by the amount of 1. =inv- o

But before yvou ask anyone to serve you oo

Analyze the job you want him tn do.

(1)
(2)

iniNaeaced by vhelr

apparent skille

©imiett they will need,

Decide what his qualificaticns -haul b

(3) Consider the time and other razorees o as av.ilable,

(4) vhat kind of training will .you provide rin,

(5) His willingness to be trained and to %t=ach others.

(6) Recognition for his time, resources, and accomplishment<.
(7) Talk all this over with the prosvective leader and find out

what his concept of U4-H work is.7

Many procedures for recruiting leaders imvolve the use of psychological

pressure,

a means of coercing people to accept roles of leadership and should be

minimized.

running motivation that leads to action,

there are varied roles of leadership and the objectives of the individual

should have first consideration.8

V. Joseph McAuliffe summarizes the recruitment process by stating that

G. L. Carter, Jr. feels that the ucze of psycnological pressure irn

We should be seeking methods congsistent with freedom, with deep

The recrulter must realize that

"~

TR daiin oo B e B AN L, et bt o e [ PR




O

ERIC

Aruitoxt provided by Eic

L

the succesg of any plan to roaruit volunieerr a4 ha't tanders and expand
their role will depend on your 2nil%ude, ability 5o rl»n and manage an
effective leadership development prorram, the aisl~ o t~ols you provide
local people to carry out their rerpnngibilities, nn. “Fko assistance you
plan to give the leader to do the job, Placing irdividuals in definite k-1
leadersaip positions is the final stem in the recrviir-ni process.

These rererences illustrate the selobisn~hs- 'L the aspects of
leadershin cevelupment in the recruitment »ocezc. We must understand
what personal characteristics are egssontisl -7 Lhe +llvidual we are inter-
ested in recruiting and what our role i~ . .:lv= {-iv gervices rewarding

to themselves and others.

Recruiting lLeaders in Disadvantaged Arcas

The recruitment of volunteer leader: :io:n: Low-_.come groups has pro-

vided a real challenge to Cooperative’ Extension. Guion Johnson states that

creative planning is even more crucial in roliziting volunteers among hard

to reach groups than among the higher soric-c¢ro:nic levels, The Boys Clubs
of fmerica has found that successful planning tesins with the appointment of
a recruitment coordinator. The coordinator in turn may allocate responsi-
bility for assisting with recruitment to everyv Jdepartment which needs volun-
teers. There are several selling points which may sncourage low-income
people to consider volunteering:

(1) 'fe recruiter must go where they are likely to be found.

(2) Know the people as individuals and be trusted by then,

(3) Volunteering is fun. . .share skills and helps others,

(4) TUnderstandings between professionels and volunteers essential,

-(5) Volunteers can be trained in skil1s.C

P
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Te identification ond soleclion of indiireon~us leaders in disadvantaged

areas is o very cifficult challenge nlong with whe final recruitment process.
We must provide constant sup; ~rt ot arclofanes, moke the leaderchip job as
eagy, simple, und short as poscible: e Inluric.. a7l friendly, carefully
plan tasks, define leadership roles; nc corcrully oo rossible, develop local

group support, and provide cpeci ™~ ly:ininT nnlocercitions

The concepts presented in this report in the roe+- itment of leacer:n

should be considered with the disaJ-antaged leader :. 11, The 10 viewpoir '

presented by Philips, the factors affecting recrui*r~='; presented by Stenze!
and Feeney, and the planned recruitm:nt method ere all nppfgpriate and
esgential., The disadventaged are different from the troditional middle-class
leader Cooperative Extension has primarily recruited in the past few decades.
Banning states that an Extension Ager® must be w:le %o develop sensi-

tivity to, respect for, and empathy with population sroups whose life styler

may he different from his own. He must know or quickly acquire an under-

standing of customs and problems of low-income ne~: 12 and be able to share in

hope and ambitions of those with whom k2 workn., Hz must be able to win theix
trust and friendship. He must believe in the worth of all people.ll

To illustrate the characteristics of the disadvantzged vhich mey
influence the recruitment process the following item: should be considered:

1. Under employment ~ lack of funds, scarcity of material goods.

2. Lower levels of health - affects dependability.

2+ Low school achievement - lacks sfimulation for educational process,.

4, Inadequate verbal skills - communication problems,

5. Action not contemplation - live now not for future.

9

6. L. 'es excitement, hostility, violence




7. Feelings of inferiority, reli-dohti, »n1 self-development,
8. Non-participation cerly in life, lac) <oae of belongingness. 4
9. Strons and oftcen negutive inTluonca ~f pe-r groups,
10. Varying family, cultural, and g~oi~l pot*ern3 and values.
These ch.vacteristics are only n few which ma;, inTlucrce the identification,
selection, and recruitmert of disadvant~gcd * iy leaders. We must
undersvand the poor as individuals rrc -l o vt needs and interests.
This paper has attempted to define the ;coorne of recruitment, the
understanding of the potential lcad. r»-. ' “ - ~v+ which affect recruit-
ment, various recruitment methods thol .. o200 1. Extension could utilize,
and a brief relationship of the recruitmen! vreeccns Lo disadvantaged leader~.
\ Recruitment is an.important elew»nt 1n the Jenderzhip development
process for all organizations dependent con viitntexrs, The recruiters. rolither
- formal or informal, must understand why they nsed leacder:, the ~haracior-
istics of volunteers, the training experiences provided for the volunteer,
and possess the sincere attitude of helping the voluw.teer help himself as well
as others. The recruitment of leaders yill 2ron’l upon his willingness to

bolster the volunteers' self-esteem and feeling: of self-worth, show that

you. have confidence in them, and help them grow in competence.

O

~ ERIC N

| : @ C

s -



Webater's New Collegiate Dictinrary, G. &

SOURCEDR CON

SULTED

o,

\4'

C. M rviam Co. Publishers,

Springfield, Mass., U.G,AL, 1958, p. 708,

Dr, Catkarine V. Richards, Crootive Adaptatior to (™Mange, Campfive

rirls, Inc., 65 Worth Si.,

W York, N, Y.. .. w5 De 526

Harriet H. Naylor, Voluntecrs Toiny - Tindi- -, Ve’ les, and Woriing
with Them, Association " wvor -y oo loro, 0 -

Anne K, Stenzel and Helen M, 1 mneo, Vol nioor Teo ! v Unpnlooment
The Seabury FPrest, New Yor! . 1o, o

Dorothy H. Sills, Volunteers in Social Jorylioo. .ow.l o’ lravelevs 2507
Assn., New York, 1947, p. 25.

Stenzel and Feeney, op. cit., pn. 25-07.

Laurel K. Sabrosky and Maurice lIil
U.S.D.A,, Federal Extension ., :

"

G. L. Carter, Jr., '"Using Pressure on lLeaders", Selected Readings and

References in L4-H Club Work, Nat'l Ag, Txtension Center for

Advanced Study, University of Wisconzin. !-dison, 1961, p. 115-116,

V. Joseph McAuliffe, "Select the .li-[ 127
Extensicon Service, J.5,D.A., PA-511,

» £~y the Job," Federal
952, p. 6.

Guicn Griffis Johnson, Volunteers in Community Service, North Carolina
Council of Women's Organizati..nr, Iz,

p. 185-187.

. .~vth Carolina, 19%7,

John Banning, "Extending 4-H Education to Congested and Deprived Youth
Federal Extension Service, U,S.D.A., L4=-H-72

in Urban Areas,

(8-68), p. 1k,

1"

10

-

ERIC Clea ringhouse

AUGL 71972

on Adult Education

O

e Y U O e SO



